WESTERN KENTUCKY UNIVERSITY
OFFICE OF THE PRESIDENT
745-4346 (Telephone)
745-4492 (Fax)
September 9, 1996

MEMORANDUM
TO:

WKU Staff

FROM:

Staff Advisory Council
Ms. Nancy Bunton (SecretariaIlClerical--Student Affairs)
Ms. !--inda Cantrell (SecretariaIlClerical--Finance and Administration)
Ms_ Danna Jacobson (Professional Non-Faculty)
Mr. Richard Kirby (Technical/Paraprofessional)
Ms. Norma Jean Lee (Service/Maintenance)
Ms. Sue Pillow (SecretariaIlClerical--Academic Affairs)
Ms. Jennifer Roberts (SecretariaI/Clerical--lnstitutional Advancement,
President's Office
Mr. Robert Upchurch (Skilled Crafts)

The Staff Advisory Council met with President Meredith, Staff Regent Joy Gramlmg,
University Counsel Deborah Wilkins, and Director of Human Resources Tony Glisson on
August 30, 1996, for its regular meeting.
I.

Staff Advisory Council Staffing Options. (copy enclosed)
option # 1, the Umt Representation Approach.

Mr. Glisson recommended

Ms. Pillow stated that she did not believe

that Athletics and Extended Campus representatives were necessary in that she
communicates with these employees. Richard Kirby said option #2 might be best as a
whole and expressed his agreement that the athletics representative is not necessary. Joy
Gramling said that option # 1 runs the risk of not getting a secretarialfclerical worker
representative, and option #2 would not have this same problem.

as

Linda Cantrell said

she rarely hears from someone simply because they are in the "secretarialfclerical" job
group, and that job position is not as important as the area where they are employed.
She likes #3.
The committee agreed to put the options in the minutes and distribute to staff for
feedback.

2.

Pay Above Band Maximum.

Mr. Glisson advised the group that there would be no

lump sum bonuses this year because the process
only 12-15 employees in this category.

IS

just starting.

It appears there will be

Also, the current pay schedule is not "set in
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stone." The pay bands should be adjusted depending on economic factors:
--Growth in job market in terms of wages, for example.
--Probably will not change evety year.
In year two, in theory, the maximum pay will grow. Human Resources will probably
make recommendations as we get to the close of budget year.
If you have experience, the department will have flexibility to hire above mimmum pay
based on that experience.
Mr. Glisson is urging unit heads to consider any equity problems in their department/
office before they hire a new employee at a salaty over entty pay. If special
circumstances warrant something different or an adjustment. Mr. Glisson Will consider
and listen to this.

Also, the University typically does not offer to pay more to keep

someone from leaving for another job. The issue
employee for the "value" of the job.

IS

that an employer will pay an

To compare, consider that you would not pay

$30,000 for a $20,000 car. Certain jobs simply have a finite value and worth.
Consideration for experience is for new hires. Transfer experience

IS

considered but

depends on pay band.
Robert Upchurch asked why the payment is made in a lump sum, and wondered why the
University could not have it added to the employee's check each pay period?

Tony

indicated that this would be a wage and hour law problem, and that we must carefully
account for all payments in a pay period. The "bonus" does not fit with wages and
salary and needs to be treated differently. All pay during a pay period must relate to
hours worked_
Richard Kirby said he couldn't see what the complaint is on the payment.

He stated that

"there are worse things than being at the top end of the scale; would these folks switch
with someone at the bottom?"
There will be no adverse impact on retirement either. The bonus is included.

There is a

loss from the loss of compounding.
3.

Written Bereavement Policy.
policy.

This policy is not specifically addressed in our personnel

Richard Kirby suggested that the policy might need to be rewritten and that an

employee should be able to use sick leave for this. Mr. Glisson said, to his knowledge,
there is not a problem with supervisors allowing employees to use sick leave as
"emergency."

Ms. Pillow asked if we could expand it to five days. Mr. Glisson said

supervisor should be flexible to give time as needed. Human Resources

IS

focusing on

all policies this year. Focus groups will look at all policies starting September 12, and
Mr. Glisson would prefer not to piecemeal the review.

Page 3
September 9, 1996

4/5. Parking.

Sue Pillow brought the concerns of those working in Thompson Complex to

this committee. Dr. Meredith suggested that this concern should be addressed to the
University's Parking and Traffic Committee.
6.

Recycling.

Dr. Meredith will refer to Marriott. We are exploring the option of

privatizing garbage collection. We may consider rolling this into the Marriott
agreement, if possible. Building coordinators should encourage each department to at
least collect cans.
7.

Flex time. Employees have this option If the offices are covered and supervisors agree.
We may write a policy later, but there is nothing to prevent it now.

8.

Teamwork. Training sessions on planned on this topic. We need to reinforce that an
office always needs to be covered. A brochure will be distributed on Monday for two
development seminars. Dr. Meredith has indicated that we will satisfy the demand for
those who want to attend.

9.

Recognition of All Facilities Management Staff. Dr. Meredith agreed that these
employees make an important contribution and that the University will be more aware of
this in the future.

10. Notification of Not Getting Job. Human Resources is responsible for this task, and
several options to get notification out to unsuccessful applicants faster are being
examined. Those making the hiring decision, however, are not prohibited from telling
applicants of the final decision.
DTW:c1k
cc:

Dr. Thomas C Meredith
Board of Regents
Vice Presidents
Assistant Vice Presidents
Deans
Directors
Department Heads

Staff Advisory Council Representation Options

1.

Unit Representation Approach

At-large representatives

#
3

Library representative

1

Grant unit representative

1

Facilities Management representatives

2

Auxiliary unit representative

1

Extended campus representative

1

Athletics representative

1

Draws together individuals based on units or areas of work. This model assumes that issues and
decisions affect units differently because of their function.

Technical/Skilled/Maintenance representatives

#
3
3
3

At-large representative

1

2. Job Category Representation Approach
Professional-Service/Support representatives
Secretarial/clerical representatives

Draws together individuals based on the general nature of work. This model assumes that issues and
decisions typically affect broad categories of employees to a greater extent than the effect on units or
university divisions.

3. Division Representation Approach
Academic Affairs representatives
Finance and Administration representatives

#
3
3

Student Affairs representatives

2

Information Technology representative

1

Institutional Advance ment/President representative

1

Draws together individuals based on the university organizational chart. This model assumes that
differences across campus are generally a function of organizational division as opposed to job
categories, pay levels, funding source, or unit functions.

